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INCREASING HR’S STRATEGIC PARTICIPATION: THE EFFECT OF HR 
SERVICE QUALITY AND CONTRIBUTION EXPECTATIONS 


JIN FENG UEN, DAVID AHLSTROM, SHU-YUAN CHEN, AND PAI-WEI TSENG 


Strategic participation is important for HR professionals who wish to have increased influence in 
their organizations. While a number of previous studies have suggested a link between strategic 
human resource management and firm performance, few have explored the specific factors 
enabling HR strategic participation. This study examines the impact of HR service quality and 
expectations of HR contributions on HR strategic participation. A total of 244 survey responses 
were received from 42 companies in Taiwan. All hypotheses were supported, thus signifying 
significant relationships between HR service quality, expectations of HR contributions, and HR 
strategic participation. The study results also indicate that HR professionals are able to proactively 
increase the value of HR in organizations by enhancing HR service quality and addressing potential 
internal customers’ needs accordingly. 


SHOCKS AND FINAL STRAWS: USING EXIT-INTERVIEW DATA TO EXAMINE THE 
UNFOLDING MODEL’S DECISION PATHS 


CAROL T. KULIK, GERRY TREUREN, AND PRASHANT BORDIA 


The unfolding model emphasizes the role of shocks (jarring events that initiate exit cognitions) 

in the turnover process. In contrast to earlier survey-based research, we used exit interviews to 
classify organizational leavers along the model's paths. The data provide support for the model but 
highlight several aspects of shocks not addressed by previous research. Employees on the same 
path may experience distinctly different shock subgroups (e.g., work or nonwork), some employees 
require shock combinations (e.g., push and pull shocks) to motivate leaving, and some dissatisfied 
employees experience shock-like events (final straws) that confirm previous exit cognitions rather 
than initiate them. The research demonstrates how organizations can use exit interviews to better 
understand their employee exit patterns. 


THE MODERATING EFFECTS OF ORGANIZATIONAL CONTEXT ON THE 
RELATIONSHIP BETWEEN VOLUNTARY TURNOVER AND ORGANIZATIONAL 
PERFORMANCE: EVIDENCE FROM KOREA 


KIWOOK KWON, KWEONTAEK CHUNG, HYUNTAK ROH, CLINT CHADWICK, AND JOHN L. LAWLER 


Scholars have suggested that the relationship between voluntary turnover and organizational 
performance can be moderated by the organizational context in which turnover occurs. However, 
there are few empirical studies that examine such moderating effects. Using a sampie of 161 

firms in South Korea, this study investigates how the relationship between voluntary turnover and 
organizational performance is moderated by three context variables: (1) the degree of organizational 
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usage of employee involvement practices, (2) the degree of organizational investment in employee 
training and development, and (3) the availability of potential workers. The results demonstrate 
that employee involvement practices significantly amplify the negative relationship between 
voluntary turnover and organizational performance, give marginal support for moderation from 
the availability of potential workers, and provide no support for moderation from the degree of 
organizational investment in employee training and development. We discuss theoretical and 
practical implications of this study for enriching our understanding of the relationship between 
voluntary turnover and organizational performance. 


THEORY-DRIVEN DEVELOPMENT OF A COMPREHENSIVE TURNOVER-ATTACHMENT 
MOTIVE SURVEY 


CARL P. MAERTZ JR. AND SCOTT L. BOYAR 


Recent studies propose a theoretical framework of “eight forces” that purportedly captures all 
the distinct motives causing voluntary turnover decisions. Based on this framework, we develop 
the Turnover-Attachment Motive Survey (TAMS) consisting of 18 scales, the most comprehensive 
model-based turnover antecedent survey to date, facilitating more fully specified research models 
and more systematic diagnoses of turnover causes. Moreover, findings support behavioral inertia 
against quitting, psychological dissonance costs of quitting, supervisor continuance attachment, 
and coworker continuance attachment as significant predictors of turnover behavior for the first 
time in the literature. Overall, findings do suggest that our 18-scale survey demonstrated adequate 
psychometric properties to justify its further use and development. We finally discuss the many 
uses of the TAMS for both turnover researchers and practitioners. 


EXPLORING SUPPORTIVE AND DEVELOPMENTAL CAREER MANAGEMENT 
THROUGH BUSINESS STRATEGIES AND COACHING 
JESSE SEGERS AND ILKE INCEOGLU 


The shift toward individualistic career management requires a supportive and developmental 
career approach. Using coaching practices as a manifestation of such an approach, this study 
reports on coaching on other career practices that are part of supportive and developmental 
career management in a Belgium sample (n = 154). Three other types of career management 
were identified as well. Supportive and developmental career management was most present in 
organizations that had a past or current prospector strategy, and was the least present in past or 
current defenders. The type of business strategy organizations indicated to pursue in the future did 
not have an influence on the type of career management they currently had. 


WHY DOES FIRM REPUTATION IN HUMAN RESOURCE POLICIES INFLUENCE 
COLLEGE STUDENTS? THE MECHANISMS UNDERLYING JOB PURSUIT INTENTIONS 
JULIE HOLLIDAY WAYNE AND WENDY J. CASPER 


Business periodicals, such as Fortune magazine, rank organizations in lists such as the “Best 
Companies to Work For,” providing applicants with information about firms’ human resource 
practices, including pay, benefits, work-life, and diversity practices. It is not clear what influence 
this reputational information about HR practices has on applicant interest in pursuing employment 
or, more important, why it does so. Given that firms invest substantial resources in HR practices to 
vie for positions on these lists, the current study sought to fill these gaps in the literature. In the 2 
(compensation) « 2 (work-family) « 2 (diversity) factorial design, 232 college students read about 
magazine rankings in which a firm’s reputation in each HR practice was manipulated as ranking 
either high or low relative to competitors. We examined perceptions of organizational prestige, 
anticipated organizational support, and anticipated role performance as mechanisms that explain 
the influence of HR practice reputation on job pursuit intentions. Our results indicate that a firm's 
reputation in compensation, work-family, and diversity efforts increase college students’ intentions 
to pursue employment with a firm. They do so because college students perceive that the 
organization is prestigious, will be supportive, and will foster their job performance. Our results 


suggest that a strong employer brand derived from employee-centered HR practices is important 
for recruiting college students. 


71 
99 
| 
| 
| 
| 
121 


RESEARCH METHODS 


SMALL IS BEAUTIFUL: IMPLICATIONS OF RELIABILITY AND STATISTICAL POWER 
FOR TESTING THE EFFICACY OF HR INTERVENTIONS 


SUJIN K. HORWITZ AND IRWIN B. HORWITZ 


The development of optimal human resource practices is often contingent on the accurate 
statistical testing of potential interventions. Testing the efficacy of HR interventions can be 
enhanced by taking additional measures to improve statistical power, but the traditional means of 
increasing power through sample size are often beyond the cost and ability of HR professionals 

to pursue. This article, therefore, focuses on measurement procedures as an alternative way 

to increase statistical power for detecting HR intervention effects. Selection of reliable and 
appropriate measures and subsequent instrumentation are examined as efficacious and cost- 
beneficial techniques that can be employed during the planning and designing stage of a study for 
augmenting statistical power to optimize business decision making. 
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UNIVERSITY PRESS. 264 PAGES. 


REVIEWED BY ANDI L. R. LASSITER 


NUMBER 2, MARCH/APRIL 2012 


EDITOR-IN-CHIEF’S NOTE 
LEARNING BY DOING, LEARNING BY WRITING, LEARNING BY TEACHING 
THERESA M . WELBOURNE 


HR SCIENCE FORUM 


PERCEIVED TRAINING INTENSITY AND KNOWLEDGE SHARING: SHARING FOR 
INTRINSIC AND PROSOCIAL REASONS 


BARD KUVAAS, ROBERT BUCH, AND ANDERS DYSVIK 


This study investigated the relationship between perceived training intensity and knowledge 
sharing, including the moderating roles of intrinsic motivation and social and economic exchange 
perceptions. Data from 310 employees working in three organizations located in Norway revealed 
a positive relationship between perceived training intensity and knowledge sharing for employees 
with low levels of intrinsic motivation and economic exchange perception, and high levels of social 
exchange perception. These findings suggest that perceived training intensity increases knowledge 
sharing only under specific motivational influences. Implications for practice and directions for 
future research are discussed. 


BUILDING AMBIDEXTERITY: THE ROLE OF HUMAN RESOURCE PRACTICES 
IN THE PERFORMANCE OF FIRMS FROM SPAIN 


ISABEL M. PRIETO AND M. PILAR PEREZ SANTANA 


Both researchers and managers are increasingly interested in how firms can pursue ambidextrous 
learning—that is, simultaneously exploring new knowledge domains while exploiting current ones. 
In this study, we attempt to bring human resource management into this forum by introducing 
and testing how high-involvement human resource practices shape the social climate that affects 
the firm’s ambidextrous learning and subsequent performance. A field study of 198 companies 
from Spain showed that high-involvement human resource practices were positively related to the 
social climate that, in turn, facilitates ambidextrous learning and improved performance. 
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ENHANCING EMPLOYEE AND ORGANIZATIONAL PERFORMANCE THROUGH 
COACHING BASED ON MYSTERY SHOPPER FEEDBACK: A QUASI-EXPERIMENTAL 
STUDY 
GARY P. LATHAM, ROBERT C. FORD, AND DANNY TZABBAR 


Based on reinforcement theory, a quasi-experimental design was used to evaluate the effect of 
(a) feedback obtained from (b) a relatively neutral third party (namely, mystery shoppers) that was 
obtained on a (c) variable interval schedule for managers to use to (d) coach their employees. 

An interrupted time-series design showed that both employee and organizational performance 
increased as a result of this intervention. Performance dropped when this intervention was cut 
back and, subsequently, discontinued. These results were replicated in two additional restaurants. 


DO CONFLICT MANAGEMENT SYSTEMS MATTER? 
WILLIAM ROCHE AND PAUL TEAGUE 


The most influential current idea in the theory of conflict management concerns the design 
features and supposed superior outcomes of conflict management systems combining interest- 
based and rights-based practices for resolving conflict in organizations. Yet much of the literature 
in the area is highly prescriptive and draws heavily either on exemplary case studies or descriptive 
data. Using focus groups of HR practitioners and experts in conflict resolution to develop a 
questionnaire covering the main conflict management practices associated with the theory of 
conflict management systems, the study analyzes data from a survey of firms in the Republic of 
Ireland to examine quantitatively the effects of conflict management systems on organizational 
outcomes. While proactive line management and supervisory engagement in conflict resolution as 
a key dimension of conflict management systems is found to be positively associated with a range 
of organizational outcomes, no evidence is found for the kind of system effects proposed in the 
theoretical and prescriptive literature. 


A WEEKLY DIARY STUDY ON THE BUFFERING ROLE OF SOCIAL SUPPORT IN THE 
RELATIONSHIP BETWEEN JOB INSECURITY AND EMPLOYEE PERFORMANCE 
BERT H. J. SCHREURS, IJ. HETTY VAN EMMERIK, HANNES GUNTER, AND FILIP GERMEYS 


In this article, the authors used a within-person design to examine the relationship between job 
insecurity and employee in-role and extra-role performance, and the buffering role of time-varying 
work-based support (i.e., supervisor and colleague support) in this relationship. Weekly diary 

data gathered over the course of three weeks from 56 employees confronted with organizational 
restructuring and analyzed with a hierarchical linear modeling approach showed that weekly 
fluctuations in job insecurity negatively predicted week-level in-role performance. As predicted, 
supervisor support moderated the intra-individual relationship between job insecurity and in-role 
performance, so that employees’ in-role performance suffered less from feeling job insecurity 
during weeks in which they received more support from their supervisor. No relationship between 
job insecurity and extra-role performance was observed. This within-person study contributes 

to research on job insecurity that has primarily focused on inter-individual differences in job 
insecurity and their associations with job performance. Theoretical and practical implications for 
human resource management are discussed. 


TRAINING OLDER WORKERS: LESSONS LEARNED, UNLEARNED, AND RELEARNED 
FROM THE FIELD OF INSTRUCTIONAL DESIGN 
SHAHRON WILLIAMS VAN ROOLJ 


Changing workforce demographics have highlighted the need to provide training and development 
opportunities for older workers. This article critically examine s the current state of research on the 
use of systematic instructional design procedures to develop work-related training that is inclusive 
of older workers. The review reveals a disconnect between what the literature recommends to 
achieve age-inclusive design and what is offered as evidence of age-inclusive design. Age-related 
generalizations about cognition and learning capacity often serve as the basis for design decisions, 
with little attention paid to the role of training context and content. The article recommends that 
this disconnect be resolved and offers some specific suggestions about how human resource 
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managers can integrate sound instructional design principles into the training and development 
component of their talent management strategies. 
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A COMPARISON OF ADVERSE IMPACT LEVELS BASED ON TOP-DOWN, 
MULTISOURCE, AND ASSESSMENT CENTER DATA: PROMOTING DIVERSITY 
AND REDUCING LEGAL CHALLENGES 


H. JOHN BERNARDIN, ROBERT KONOPASKE, AND CHRISTINE M. HAGAN 


We compared levels of adverse impact (Al) against minorities and women based on three promotional 
decision methods for 428 associate store managers of a Fortune 500 retailer: top-down appraisal (TDA), 
multisource appraisal (MSA), and an assessment center (AC). We found significant effects for race 

and minority status (favoring whites) but no significant effects for gender across all three methods. 
Comparisons were analyzed using two definitions of Al (four-fifths rule and the Fisher Exact Test) 

with a selection ratio (SR) of .25. No evidence of Al was found against blacks for any of the methods. 
For Hispanics, Al was found under the four-fifths rule for the AC. For women, the four-fifths rule was 
violated using TDA. Results provide some partial support for the argument that diversity goals are 
more likely to be met using assessment centers compared to TDA when the preponderance of raters 
are white men. Our data also suggest that carefully crafted, job-related, top-down appraisal, combined 
with rater training, may be effective in facilitating the promotion of more women and minorities and 
reducing the probability of legal problems. 


SCREENING-ORIENTED RECRUITMENT MESSAGES: ANTECEDENTS AND 
RELATIONSHIPS WITH APPLICANT POOL QUALITY 
BRIAN R. DINEEN AND IAN O. WILLIAMSON 


The ability of firms to attract qualified job applicants is a critical component of the human 
resource management process. However, while a large body of research has examined the 
relationship between firm recruitment practices and applicant pool attributes, very little research 
has investigated what factors are associated with organizational decision makers’ utilization of 
specific recruitment tactics. We draw on labor economics, sociological, and agency theoretical 
perspectives to make predictions regarding the use of screening-oriented recruitment messages in 
actual web-based job advertisements. Results suggest that perceptions of labor supply, recruiting 
firm reputation, and the use of quality-based compensation incentives are associated with use 
of screening-oriented messages, which in turn are associated with applicant pool quality. These 
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findings hold important theoretical insights into the factors shaping firm recruitment activity and 
provide practical strategic implications for managing firm recruitment objectives. 


HOW TO IDENTIFY LEADERSHIP POTENTIAL: DEVELOPMENT AND TESTING OF A 
CONSENSUS MODEL 
NICKY DRIES AND ROLAND PEPERMANS 


Building on two studies, the current article responds to urgent calls in the literature for more 
empirical research on how to identify leadership potential. Based on an extensive review of the 
1986-2010 literature, and applying a combination of qualitative and quantitative techniques, 

we developed a model of leadership potential consisting of four quadrants: Analytical skills 
(containing the factors Intellectual curiosity, Strategic insight, Decision making, and Problem 
solving); Learning agility (containing the factors Willingness to learn, Emotional intelligence, and 
Adaptability); Drive (containing the factors Results orientation, Perseverance, and Dedication); and 
Emergent leadership (containing the factors Motivation to lead, Self-promotion, and Stakeholder 
sensitivity). Notably, the developed model steers clear from some of the typical issues that tend 

to hinder valid assessments of leadership potential (i.e., the confound between performance 

and potential, as well as that between leadership potential and successful, mature leadership). 
Furthermore, high consensus was found between top managers, line managers, and HR managers 
about the practical relevance of the proposed model. The article concludes with some specific 
future avenues for research and practice. 


LINKING HRM AND KNOWLEDGE TRANSFER VIA INDIVIDUAL-LEVEL 
MECHANISMS 


DANA B. MINBAEVA, KRISTIINA MAKELA, AND LARISSA RABBIOS! 


In response to recent calls for more research on micro-foundations, we seek to link human 
resource management (HRM) and knowledge transfer through individual-level mechanisms, 
arguing that individual-level conditions of action influence the extent to which employees 

engage in knowledge exchange. We examine four such conditions empirically using data from 

811 employees in three Danish multinational corporations (MNCs). Our findings suggest that 
individual-level perceptions of organizational commitment to knowledge sharing, and extrinsic 
motivation, directly influence the extent to which employees engage in firm-internal knowledge 
exchange. We also find that intrinsic motivation and engagement in social interaction significantly 
mediate the relationship between perceived organizational commitment and knowledge exchange. 
Given that HRM can influence such conditions through an overall signaling effect and various 
practices, an understanding of these micro-foundations will shed light on how organizations can 
effectively enhance knowledge transfer through HRM. 


EXPLAINING ORGANIZATIONAL RESPONSIVENESS TO WORK-LIFE BALANCE ISSUES: 
THE ROLE OF BUSINESS STRATEGY AND HIGH-PERFORMANCE WORK SYSTEMS 
JING WANG AND ANIL VERMA 


This article applies new insights into business strategies and high-performance work systems 
(HPWSs) to examine why organizations adopt work-life balance programs (WLBPs). Results 
indicate that a product leadership business strategy is positively related to the likelihood of 
adopting WLBPs, whereas a cost leadership business strategy is negatively related to the adoption 
of these programs. Moreover, our analyses establish a mediating role of HPWSs in the relationship 
between business strategies and the adoption of WLBPs. Our results also demonstrate that 
different industries vary in adoption of work-life balance programs. This supports the institutional 
theory of organizational responsiveness to work-life balance issues. We tested our hypotheses with 
two waves of the nationally representative Canadian Workplace and Employee Survey. Implications 
and specific suggestions for human resource practitioners are discussed. 
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HR LEADERSHIP FORUM 


THE ROLE OF LEADERSHIP IN SUCCESSFUL INTERNATIONAL MERGERS AND 
ACQUISITIONS: WHY RENAULT-NISSAN SUCCEEDED AND DAIMLERCHRYSLER- 
MITSUBISHI FAILED 


CAROL GILL 


This article compares and contrasts the Renault-Nissan and DaimlerChrysier-Mitsubishi mergers 
to consider the relative and combined effects of national and organizational culture on the 
performance of Nissan and Mitsubishi. It also examines the reasons why the Renault-Nissan 
merger was successful and the DaimlerChrysler-Mitsubishi merger failed. It finds that Japanese 
national culture influenced organizational culture and HRM practices, which created organizations 
that had no sense of urgency, profit orientation, or accountability and led to poor market and 
financial performance. It also finds that leadership was a major factor impacting on the success of 
the turnaround efforts of these two organizations. These findings have implications for leaders and 
human resource management practitioners engaged in international business and are of particular 
relevance to Western organizations working with organizations in high-context countries with a 
collectivist rather than individualist orientation. 
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OPTIONS-BASED HRM, INTELLECTUAL CAPITAL, AND EXPLORATORY AND 
EXPLOITATIVE LEARNING IN LAW FIRMS’ PRACTICE GROUPS 


SUNG-CHOON KANG, SCOTT A. SNELL, AND JUANI SWART 


The current study intends to uncover the strategic contribution of human resource management 

by introducing a unique construct of options-based (vis-a-vis project-based) HRM and examining 

its links to intellectual capital and exploratory and exploitative learning in the context of law firms’ 
practice groups. Empirical results show that options-based HRM is positively related to the practice 
group's explorative and exploitative learning. The intellectual capital mediates the relationships 
between options-based HRM and the practice group’s learning for exploration and exploitation. This 
study makes a valuable contribution to the HRM literature by establishing the mechanisms by which 
HRM enables organizational learning and extending the scope of HRM research to professional 


service firms. Our findings also provide valuable implications for the literature of organizational 
learning. 


HIGH-PERFORMANCE WORK SYSTEM IMPLEMENTATION IN SMALL AND MEDIUM 
ENTERPRISES: A KNOWLEDGE-CREATION PERSPECTIVE 


BRIAN S. KLAAS, MATTHEW SEMADENI, MALAYKA KLIMCHAK, AND ANNA-KATHERINE WARD 


While it is well established that high-performance work systems (HPWSs) affect firm-level 
outcomes within large, complex organizations, less is known about how they create benefits 

for firms within the small-business sector. Using a knowledge-creation perspective, this study 
examines the impact of HPWSs in small and medium enterprises and examines whether the 
impact observed depends on the small-business leader’s capacity to obtain additional HR 
knowledge from an external expert, as well as the leader’s HR background and knowledge. 
Archival and survey data were obtained from 294 small-business organizations, with survey 
responses obtained from both the small-business leader and an HR consultant assigned to the 
small business. Findings suggest that leader perceptions of HR effectiveness are positively related 
to the use of HPWSs and that this relationship is moderated both by the communication patterns 
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between the small-business leader and the HR consultant assigned to the firm and the small- 
business leader's HR knowledge. 


THE EFFECT OF CONTEXT-SPECIFIC VERSUS NONSPECIFIC SUBCONSCIOUS GOALS 
ON EMPLOYEE PERFORMANCE 
GARY P. LATHAM AND RONALD F. PICCOLO 


We investigated the effect of context-specific versus general subconscious goals on job 
performance in a call center. Employees (n = 54) were randomly assigned to a condition where 
they were primed by (a) a photograph of people making telephone calls in a call center, 

(b) a woman winning a race, or (c) a control group. Job performance was measured by the 

(1) number of and (2) monetary value of pledges from donors. None of the participants in the two 
experimental conditions showed conscious awareness of a prime. Analysis of variance indicated 
that both a subconscious context-specific and a subconscious general goal aroused the implicit 
need for achievement as assessed by a projective measure, the Thematic Apperception Test (TAT). 
Both types of primed goals led to a significant increase in the number of pledges during a four-day 
workweek. Consistent with goal-setting theory, employees in the context-specific condition raised 
more money than those in the general achievement (one-tailed t-test) and control (two-tailed t-test) 
conditions. 


SOCIO-DEMOGRAPHIC FACTORS AND SHARED LEADERSHIP 
BEHAVIORS IN DISPERSED TEAMS: IMPLICATIONS FOR HUMAN 
RESOURCE MANAGEMENT 

MIRIAM MUETHEL, SARAH GEHRLEIN, AND MARTIN HOEGL 


Companies increasingly make use of geographically dispersed teams to capture knowledge 
residing at different locations. In this context, shared leadership is considered a key enabler of 
team performance. Taking a functional perspective on shared leadership, we thus investigate the 
relationship between shared leadership behaviors and team performance in dispersed teams. 
Furthermore, we analyze how socio-demographic factors that are characteristic for dispersed 
teams (i.e., high female-to-male ratio, high mean age, and high levels of national diversity) 

affect shared leadership behaviors. Based on data from 96 dispersed teams, we show that 
shared leadership behavior fosters team performance. Further, we find the socio-demographic 
characteristics typical for dispersed teams to foster shared leadership. Theoretical and managerial 
implications for human resource management are discussed. 


REVERSE MENTORING AT WORK: FOSTERING CROSS-GENERATIONAL LEARNING 
AND DEVELOPING MILLENNIAL LEADERS 
WENDY MARCINKUS MURPHY 


Reverse mentoring is an innovative way to encourage learning and facilitate cross-generational 
relationships. It involves the pairing of a younger, junior employee acting as mentor to share 
expertise with an older, senior colleague as mentee. The purpose is knowledge sharing, with the 
mentee focused on learning from the mentor’s updated subject or technological expertise and 
generational perspective. In addition, there is an emphasis on the leadership development of 

the mentors. Reverse mentoring is situated in the mentoring literature as an alternative form of 
mentoring, with unique characteristics and support functions exchanged that distinguish it from 
other developmental relationships. A model is developed that focuses on key variables to consider 
and how reverse mentoring may benefit individuals and organizations. Generational differences 
are also presented, and the ways in which reverse mentoring capitalizes on millennial capabilities 
and preferences are highlighted throughout. Finally, theoretical and practical contributions are 
discussed, including essential components for creating a reverse mentoring program. 
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GENDER DIVERSITY IN LEADERSHIP SUCCESSION: PREPARING FOR THE FUTURE 
MEGHNA VIRICK AND CHARLES R. GREER 


The development of gender diversity in leadership positions is a critical need for many companies 
as they develop strategies for how they will compete in the future. In this article, we test 
hypotheses about diverse leadership succession, using survey and archival data. Survey data 

were collected from executives and managers who responded to questions about their succession 
planning, successors, and the context of diversity in their work environments. Results indicate 

that the nomination of women as successors was positively associated with more favorable 
diversity climates for women. Furthermore, we found that the nomination of female successors 
was positively associated with the performance of incumbent managers who nominated them 

as their successors. We also found that the performance of incumbent managers moderated the 
relationship between diversity climate and the nomination of female successors. Lower-performing 
incumbents were less likely than higher-performing incumbents to nominate women as successors 
when the diversity climate was unfavorable. When the diversity climate was favorable, lower 
performers were more likely and higher performers were equally likely to nominate women as 
successors. We found no differences in the degree of objectivity in incumbents’ descriptions of the 
strengths of female successors versus their male counterparts or in the degree of subjectivity in 
their developmental needs. 


GRADUATES’ REACTIONS TO RECRUITMENT PROCESS OUTSOURCING: 
A SCENARIO-BASED STUDY 


MARIUS CLAUS WEHNER, ANGELO GIARDINI, AND RUDIGER KABST 


This study examines how successive outsourcing of recruitment activities to an external provider— 
also known as recruitment process outsourcing (RPO)—affects graduates’ reactions. Using 

an experimental scenario technique, a total of 158 graduates participated in four hypothetical 
scenarios that have been developed as an experimental between-subject design. Results provide 
support for negative effects of the extent of RPO on graduates’ satisfaction with the recruitment 
process and company attractiveness. Moreover, mediated by graduates’ satisfaction with 


the recruitment process and company attractiveness, an increasing extent of RPO negatively 
influences job-acceptance intentions. 
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MOTHERS’ PSYCHOLOGICAL CONTRACTS: DOES SUPERVISOR BREACH EXPLAIN 
INTENTION TO LEAVE THE ORGANIZATION? 


WHITNEY BOTSFORD MORGAN AND EDEN B. KING 


Recent evidence suggests mothers with infants are leaving the workforce (Cohany & Sok, 2007; 
Johnson, 2007), but research has not yet clarified why mothers make such a decision. The current 
research proposes that mothers form psychological contracts including content related to family 
that supervisors do not fulfill, resulting in intention to leave the organization. In a study of first- 
time mothers, participants reported experiencing contract breach. Findings also suggested 
supervisors may have an opportunity to control the outcomes of breach and retain mothers 

by effectively managing perceptions of fair treatment (i.e., interactional justice). This is the first 
empirical research to indicate that mothers’ intentions to leave depend on fulfillment of their 
psychological contracts related to family and fair treatment from their supervisor. 
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PERCEIVED SUPERVISOR SUPPORT CLIMATE, PERCEIVED INVESTMENT IN 
EMPLOYEE DEVELOPMENT CLIMATE, AND BUSINESS-UNIT PERFORMANCE 
ANDERS DYSVIK AND BARD KUVAAS 


Perceived supervisor support (PSS) has been found to predict employee in-role and extra-role 
performance at the individual level of analysis. With respect to the unit level of analysis, the 
research on the predictive role of PSS remains limited. In particular, calls have been made for 
research on the role of leadership in facilitating perceived HR practices at the business-unit level 
and on the role of line managers as implementers of such systems. In response to such calls, 
this study investigated the associations between PSS climate, perceived investment in employee 
development (PIED) climate, and business-unit performance among 75 gas stations located in 
Norway. The results showed that the PSS climate was positively related to both the PIED climate 
and the business-unit performance. This stuc’y contributes to research on PSS by extending the 
prior findings at the individual level to the unit level of analysis. Also, the study contributes to 
the research on perceived HR practices by demonstrating the facilitative role of the PSS climate. 
Finally, the study contributes to the research on shared perceptions of HR practices generally and 
the concept of the “strength” of the HRM system in particular. Implications for practice and future 
research are discussed. 


DISCRETIONARY AND TRANSACTIONAL HUMAN RESOURCE PRACTICES AND 
EMPLOYEE OUTCOMES: THE ROLE OF PERCEIVED ORGANIZATIONAL SUPPORT 
MONICA C. GAVINO, SANDY J. WAYNE, AND BERRIN ERDOGAN 


Utilizing perceived organizational support (POS) as the mechanism linking HR practices to 
employee behaviors in the workplace, we examine a broad set of HR practices in order to 
understand the relative importance of each HR practice (i.e., those that explain incremental 
variance over other practices) in influencing employee behaviors. We differentiate between 
discretionary and transactional HR practices to test the discretionary investment requisite of POS 
theory. The results show that of the eight discretionary practices, only participation and decision 
making directly influenced the extra-role behaviors that employees exhibit, and only training 
and development directly impacted the customer-oriented behaviors. Furthermore, one of the 
transactional HR practices was found to have a direct effect on organizational citizenship behavior. 
Our findings indicate that the performance management process, promotional opportunities, 
participation, and involvement in decision making affect how employees behave toward the 
customer and the extra-role behaviors they exhibit. Furthermore, this occurs through the view 
employees develop of the organization as a place to work. That is, these four HR practices 
demonstrate to employees that they are valued, and, in turn, this feeling of being appreciated 
impacts their commitment to delivering high-quality service to the customer and going beyond 
their job responsibilities. Implications for research and practice are discussed. 


PERFORMANCE IMPLICATIONS OF KNOWLEDGE AND COMPETITIVE AROUSAL IN 
TIMES OF EMPLOYEE MOBILITY: “THE IMMUTABLE LAW OF THE EX” 
FEDERICA PAZZAGLIA, SCOTT FLYNN, AND KARAN SONPAR 


This article elaborates on extant literature on employee mobility by focusing on how the 
movement of personnel between competitors affects their competitive positions. Our mixed- 
methods study of 402 head-to-head encounters from the English Premier League (2000-2005) 
reveals that transferred players improve the performance of the recipient team in head-to-head 
encounters against the donor. We also provide evidence that competitive arousal, as triggered 

by anger and pressures for proving loyalty to the recipient organization, as well as knowledge of 
the donor team’s routines, explain the superior performance of transferred players. These results 
question the traditional view that organizational routines are not transferable through employee 
mobility. They also move beyond a prior emphasis on the negative effects of emotional states such 
as anger and competitive arousal, highlighting how these can occasionally be beneficial. 
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THE SOCIAL CONTEXT OF PERFORMANCE APPRAISAL AND APPRAISAL REACTIONS: 
A META-ANALYSIS 


SHAUN PICHLER 


This study reviews and meta-analyzes the literature on the social context of performance appraisal. 
Results indicate that aspects of rater-ratee relationship quality (i.e., supervisor satisfaction, 
supervisor support, supervisor trust) are strongly related to ratee reactions to performance 
appraisals. Rater-ratee relationship quality is more strongly related to appraisal reactions 

than appraisal participation or performance ratings. Integrating social! exchange theory with 
procedural justice theory, this article tested whether or not the relationship quality—appraisal 
reactions relationship was due to relationships between relationship quality and instrumental 
resources for the ratee (i.e., appraisal participation and rating favorability). When controlling for 
relationships between these resources and appraisal reactions, a direct path between relationship 
quality and reactions was significant, supporting a relational model of the exchange between 
appraisal partners. The relationship quality-appraisal reaction relationship was not moderated 

by performance rating favorability or appraisal participation. In total, these results highlight the 
importance of relationship quality to employee reactions to performance appraisal—and the 
importance of ratee reactions as an important resource in the social exchange between appraisal 
partners. Implications for theory, practice, and future research are discussed. 


TRANSFER OF TRAINING: WRITTEN SELF-GUIDANCE TO INCREASE SELF-EFFICACY 
AND INTERVIEWING PERFORMANCE OF JOB SEEKERS 


AMANDA SHANTZ AND GARY P. LATHAM 


Subsequent to training IT professionals (n = 35) in skills for performing effectively in a selection 
interview, 16 were randomly assigned to a transfer of training intervention, written self-guidance 
(WSG). This methodology is based on social cognitive and self-persuasion theories. The results 
showed that WSG resulted in significantly higher ratings from an interviewer than did those in 
the control group. Self-efficacy for interviewing skill mediated the relationship between WSG and 
performance. A content analysis of the WSG letters showed that the use of self-affirming and self- 
relevant statements was positively related to performance in the selection interview. 


SERVANT LEADERSHIP, ORGANIZATIONAL IDENTIFICATION, AND WORK-TO-FAMILY 
ENRICHMENT: THE MODERATING ROLE OF WORK CLIMATE FOR SHARING 
FAMILY CONCERNS 


HAINA ZHANG, HO KWONG KWAN, ANDRE M. EVERETT, AND ZHAOQUAN JIAN 


The present study investigates the impact of servant leadership as perceived by followers on their 
work-to-family enrichment (WFE) by focusing on the mediating role of organizational identification 
and the moderating role of work climate for sharing family concerns. The results from a field 
survey of 230 married managers in China provide full support for our hypotheses, indicating 

that perceived servant leadership is positively related to WFE; this relationship is also mediated 
by organizational identification. In addition, work climate for sharing family concerns attenuates 
the effects of servant leadership on organizational identification and WFE. The theoretical and 
managerial implications of these findings are discussed. 


HR LEADERSHIP FORUM 


A REEXAMINATION OF THE WEB-BASED JOB DEMAND FOR PHR AND SPHR 
CERTIFICATIONS IN THE UNITED STATES 

BRIAN D. LYONS, LORIN M. MUELLER, MELISSA L. GRUYS, AND AARON J. MEYERS 

Over the past decade, the exponential growth in Professional in Human Resources (PHR) and 
Senior Professional in Human Resources (SPHR) certifications awarded by the Human Resource 


Certification Institute substantiates the need to reexamine the base rate of HR job announcements 
that require or prefer such certification. Based on a sample of Web-based job announcements in 2002, 
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Aguinis, Michaelis, and Jones (2005) reported that only 1.4 percent required or preferred PHR/SPHR 
certification. Using a similar design, the current study found that 15.6 percent of job announcements 
required or preferred PHR/SPHR certification, which is nearly 11 times the rate found in the Aguinis 

et al. (2005) study. Results also suggested the demand for PHR/SPHR certification was positively 
related to experience, educational level, and job title level, with the base rate reaching 25.1 percent for 
managerial HR roles. 
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INTRODUCTION TO HRM’S ROLE IN SUSTAINABILITY: SYSTEMS, STRATEGIES, AND 
PRACTICES 
SULLY TAYLOR, JOYCE OSLAND, AND CAROLYN P. EGRI 


HR SCIENCE FORUM 


STRATEGIC HRM AS SOCIAL DESIGN FOR ENVIRONMENTAL SUSTAINABILITY IN 
ORGANIZATION 


CATHY L. Z. DUBOIS AND DAVID A. DUBOIS 


A strategic model of human resource management is proposed as a framework to support 
sustainable adaptation to the disruptive and dynamic challenges in the business context related 
to environmental sustainability. The implications of a whole-systems ecological approach to the 
design and implementation of human resource systems are explored, and the literature on best 
HR practices to support environmental sustainability is summarized. Implications for practice and 
research are presented. 


HIGH-INVOLVEMENT WORK PRACTICES AND ENVIRONMENTAL 
CAPABILITIES: HOW HIWPS CREATE ENVIRONMENTALLY BASED 
SUSTAINABLE COMPETITIVE ADVANTAGES 

JAVIER MARTINEZ-DEL-RIO, JOSE CESPEDES-LORENTE, AND EVA CARMONA-MORENO 


We study how high-involvement work practices (HIWPs) may enhance a firm’s economic 
performance through the development of a proactive environmental strategy (PES). HIWP 
systems facilitate the implementation of a PES by promoting employees’ ability, motivation, 
and opportunities to behave in ways consistent with environmental management goals. In turn, 
PESs contribute to the development of strategic competitive advantages and drive superior 
performance. The results of our empirical analysis of 233 firms broadly confirm our hypotheses 
and suggest that although the direct effect of HIWPs on performance was not significant in our 
sample, HIWPs do have a significant indirect effect through a PES as a mediator. 


INCENTING MANAGERS TOWARD THE TRIPLE BOTTOM LINE: AN AGENCY AND 
SOCIAL NORM PERSPECTIVE 


KIMBERLY K. MERRIMAN AND SAGNIKA SEN 


Research to date has identified CEO pay structure as an important factor in the environmental 
and social performance of the organization but has not considered how pay may influence these 
sustainability efforts at the middle-management level. We address this void with an experimental 
manipulation of direct and indirect pay incentives for an environmental sustainability project and 
production cost savings project. Counter to our predictions, investment in sustainability versus 
cost savings is significantly lower when incentives for both projects are equivalent, and investment 
is only cornparable when incentives for the sustainability project are superior. Further investigation 
using qualitative data attributes this to differences in the salient social norms that individuals hold 
and an apparent undervaluing of the indirect incentive derived through sustainability’s contribution 
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to cost savings. The results shed light on primary ways in which human resource management 
practices may be used to embed support for sustainability initiatives throughout the organization. 


PROMOTING CORPORATE SOCIAL RESPONSIBILITY AND SUSTAINABLE 
DEVELOPMENT THROUGH MANAGEMENT DEVELOPMENT: WHAT CAN BE 
LEARNED FROM INTERNATIONAL SERVICE LEARNING PROGRAMS? 


NICOLA M. PLESS, THOMAS MAAK, AND GUNTER K. STAHL 873 


In this article, we discuss how the human resource development (HRD) function can support 
corporate sustainability strategy by designing and implementing leadership development 
programs incorporating international service learning assignments. We describe “Project Ulysses,” 
an integrated service learning program that involves sending participants in teams to developing 
countries to work in cross-sector partnerships with nongovernmental organizations (NGOs) 

and social entrepreneurs, supporting them in their fight against pressing global problems. We 
present the findings of a narrative analysis of learning stories produced by Ulysses participants. 
Understanding how participants make sense of, and learn from, their experiences abroad provides 
us with insights into how service learning programs can help managers to develop the knowledge, 
skills, and mind-set that will enable them to successfully support a company’s global sustainability 
and corporate social responsibility (CSR) efforts. We conclude by discussing the implications 

for leadership development, specifically how organizations can incorporate a responsibility and 
sustainability focus in their management development programs. 


HUMAN RESOURCE MANAGEMENT AND DEVELOPING PROACTIVE 
ENVIRONMENTAL STRATEGIES: THE INFLUENCE OF ENVIRONMENTAL TRAINING 
AND ORGANIZATIONAL LEARNING 


MARIA DOLORES VIDAL-SALAZAR, EULOGIO CORDON-POZO, AND VERA FERRON-VILCHEZ 905 


The need to implement advanced approaches to protect the environment is forcing companies 

to refocus their internal procedures and actions. To match employees’ capabilities and the 
organization itself to these new requirements, the human resource management department can 
offer some key tools. This article analyzes whether environmental training (ET) and organizational 
learning (OL) positively influence the development of proactive environmental strategies 

(PESs) and compares the two processes, which differ in the time, costs, and difficulty required 

to implement them. Companies in the tourism sector are currently facing a highly dynamic 
environment where innovativeness is a decisive factor for achieving competitiveness. As such, we 
analyze whether the presence or absence of innovativeness influences the development of these 
two mechanisms. Using a sample of 252 tourism companies, we tested these relationships using 
structural equation modeling. The findings showed that (1) innovativeness is an antecedent of 
implementing ET and OL in the companies sampled, (2) both mechanisms promote implementing 
PESs, and (3) ET is equally as effective as OL for this purpose. Managers should take these 
findings into account when deciding which mechanism to apply when striving to achieve 
environmental proactivity. 
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